Many studies on Public Service Motivation (PSM) were conducted extensively in the developed countries, including US and Western Europe. In addition, some research on PSM has been conducted in Eastern Asia, all which affirm the positive role that plays in shaping the public sector. That said, studies on PSM in developing countries, including Indonesia is still limited. This is despite the fact that previous research associate PSM with improving public sector performance. The objective of this study is to investigate the relationship between public service motivation, organizational commitment, and individual performance in Magelang Municipality, which is one of the high performing local governments in Indonesia. The data was drawn from 70 government employees in 3 Magelang Municipality sub-district Offices. Meanwhile, to test the research hypothesis, Structural Equation Modelling (SEM) was used. Results of the study validated the previous research findings that indicate positive influence of PSM on organizational commitment and individual performance. The result of this study has a practical implication for human resource development policy in Indonesian public sector. To that end, Public managers should take into account PSM in their managerial practices as it influences employee performance.
INTRODUCTION
"All Quiet on the non-Western Front?" is a title that Van der Wal (2015) gives to his systematic literature review article that highlights lack of studies on Public Service Motivation (PSM) in non-western context. Based on his findings, current PSM studies by and large, was based on developed countries context, which are characterized by well developed public administration and public service ethos. To that end, research findings on PSM in the realm of public administration and public service in other geographic regions with different socio-cultural, governance and institutional setting from those in the developed world, may not corroborate those in previous empirical research. Bangcheng (2009) and Liu & Tang (2011) in their studies on Eastern Asia, also note the relative lack of PSM research in developing countries and traditional societies. A systematic literature review conducted by Ritz, Brewer, & Neumann (2016) showed that the US and Western Europe setting has dominated PSM scholarship over the last two decades. This phenomenon makes sense since western public service ethics constitutes the the origin of PSM concept (Perry, 1996) , with international comparative studies by and large, juxtapose empirical evidences from the US and Western Europe PSM (Kim et al., 2013) . To that end, partial PSM perspectives in the global research community may lead to bias in the generability of PSM concept in public administration scholarship.
To reduce or better still ameliorate such concerns, PSM research should be conducted in developing country setting. In that backdrop, this article tries to empirically test PSM concept in relation to organizational commitment and individual performance in public administration setting in Indonesia. By doing so, this study focusing on PSM in Indonesian civil service, will in some way continue to bridging the existing research gap in the coverage of PSM studies. In this study, we adopt the definition of PSM by Vandenabeele (2007) which is refinement from the original concept by Perry & Wise (1990) . Thus, this study defines PSM as "the beliefs, values, and attitudes that go beyond self-interest and organizational interest, that concern the interest of a larger political entity and that motivate individuals to act accordingly whenever appropriate" (Vandenabeele, 2007) .
A number of studies discuss PSM in relation to public bureaucracy within the context of public-sector reform in general and the efforts to enhance public sector performance through human resource management reform. Indonesia, like many other developing countries, has also been involved in various bureaucracy reform efforts that are aimed at improving performance. Some authors use the term 'administrative reform' to highlight the reform in the administrative system as a whole (Daisuke & Kumorotomo, 1998) . This initiative begun with the political reform in 1999's as a response to of the financial crisis which raged and ravaged through South East Asian countries, which triggered along the way, political changes such as the ouster of new order regime in Indonesia (Pratama, 2017b) . Since then, civil service reform has become a key priority that is stipulated in the national medium and long term development plans. Government bureaucracy must be effective, efficient and achieve high performance to support government development agenda. To achieve that, modernizing performance management system in the bureaucracy is imperative (Pratama, 2017a) . One manifestation of that has been the integration of policies and regulations on bureaucracy reform into performance-based initiatives, which has catapulted the notion of performance into day to day practice in Indonesian public administration.
In the aftermath of with the implementation of decentralization policy in Indonesia, authority to deliver most of the key functions is today under the purview of local governments. The main goal of the policy is to transfer service delivery in the hands of those with better knowledge about needs of service users, which in the end is expected to improve the match between services provided with public needs, as well as service quality (Liando, 2012; Nurtanzila & Kumorotomo, 2015) . Civil records administration constitutes one of the most fundamental services. It includes services that encompass processing and issuing national citizenship identification cards, children identification cards, family identification cards, and other related services. The focus of the study was on civil administration services under the jurisdiction of sub district offices which is the government tier that is charged with handling such services. The choice of Magelang Municipality as the focus research area was based on the consideration that it is ranked number one on regional competitiveness index in this respect (central java province) (DPMPTSP Kota Magelang, 2016) . In addition, this city has also received several awards in the realm of governance including Innovative Government Award (IGA) 2017 by the Ministry of Home Affairs; and the public information governance award 2017 by the Ministry of Information and Communication. The above awards in governance and transparency are a reflection of the recognition of the achievements that Magelang municipality has made in delivering public services.
The rest of our paper is presented as follows: the first section explains the meaning of PSM and how it differs from work motivation. This is followed by the discussion of the theories and conceptual framework that culminates into research hypotheses. The following section presents analysis results and discussion, which leads to conclusions and implications for public sector managers.
Theoretical Basis and Research Model
The basic definition of motivation is the drive that induces an individual to do something. It is the motive of an individual toward human action. The theory of motivation as expounded by Vandenabeele, Scheepers, & Hondeghem (2006) opines that motivation only exists when there is an interaction between individual values and an actual situation that enables a person to realize such values (targeted behavior). Therefore, motivated action is in fact an intermediate variable between the interaction of individual values and behavior. Based on such argument, Vandenabeele et al.(2006) developed an interactive framework of motivation, which highlights the interactive process that underpins individual motivation. The interactive motivation includes beliefs, values, attitude, a combination that translate into behavior. Based on the above logic, behavior is driven by an interactive process, as depicted in Figure 1 .
The theoretical framework lay the foundation for the conceptual framework that underlies the research model hence served as guidance on research hypotheses on the relationship between PSM, organizational commitment, and individual performance ( Figure 2 ).
The relationship between PSM and Performance
Quite a number of previous studies on PSM confirm the existence of a positive relationship between PSM and performance in the public sector (Belle, 2013; Bright, 2007; Leisink & Steijn, 2009 ). Belle (2013), specifically examined the role of motivation in the public sector on performance by using an experiment in an Italian public hospital.
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Figure 1. Motivation as an Interactive Concept
Source: Vandenabeele et al., 2006 Belle( 2013) reached the conclusion that having contact with beneficiaries and selfpersuasion interventions have positive influence on performance as measured by persistence, output, productivity, and vigilance. Meanwhile, Bright (2007) in a study on 205 public employees were drawn from a public health care agency, a city government, and a county jurisdiction that were located in the states of Indiana, Kentucky, and Oregon, established that despite the fact that PSM is a critical predictor of employees' performance in public organizations, excluding Person-Organization Fit (P-O) dimensions, resulted into of outcome where PSM had no significant direct influence the performance of public employees. In another study in Netherlands, it was established that high PSM was associated with high perception of performance (Leisink & Steijn, 2009 ). In light of that, PSM is stipulated to have positive relationship with performance in public sector organizations.
H1: PSM has positive influence on individual performance
PSM and Organizational Commitment
A lot of previous research shows that PSM is a good predictor of the performance of public sector employees (Brewer, Selden, & Facer II, 2000; Perry, 1996 Perry, , 2000 Perry, Brudney, Coursey, & Littlepage, 2008) . The inference that can be drawn is that public sector employees have strong organizational commitment, which is reflected in the dedication they have for their work. In another empirical research, Camilleri & Van Der Heijden (2007) examined the relationship between organizational commitment, PSM, and performance and found that job characteristics have a direct impact on both organizational commitment and PSM , but low indirect effect on performance. The survey was administered to 3,400 Maltese public officers. What makes our study different from Camilleri & Van Der Heijden (2007) is the way the relationship between organizational commitment and PSM was measured in the Malta setting. Nonetheless, based on extant literature, empirical evidence shows that PSM has a positive relationship with organizational commitment (Castaing, 2006) . In that backdrop, the hypothesis on the relationship between PSM and organizational commitment is stated as follows.
H2: PSM has positive influence on Organizational Commitment
Organizational Commitment and Individual Performance
Previous research on organizational studies, underscores the role that commitment of employees to their daily work contributes to performance in an organization. Based on results of studies in the private sector, commitment to an organization is associated with employee performance. A metaanalysis conducted by Riketta, (2002) provides support for the premise. Employees who are high performers feel happier in their workplace contribute to stronger commitment to organizations where they work. Using the results of the meta-analysis study, the following hypothesis can be made:
H3: Organizational Commitment has positive influence on individual performance
METHODS
The conduct of the study is based on a quantitative research design. To that end, the research reviewed existing theories to obtain hypotheses (Blumberg, Cooper, & Schindler, 2011; Neuman, 2014; Saunders, Lewis, & Thornhill, 2008) . The population of this study comprised front line civil servants who are directly involved in providing services to the citizens. The study used a random sampling techniques to obtain a sample of 84 employees (consisting of civil servants and employee on part time contract arrangements). A survey was conducted with 70 respondents who are employees in various sub district offices in Magelang Municipality. The response rate was 100%, this also means that we are confident that survey results reflect the views of the overall population. Using small sample in SEM analysis is considered sufficient Wolf, Harrington, Clark, & Miller (2015) . Table 1 presents descriptive statistics of respondents. The sample of respondents comprised 44 male (62,9 %) and 26 female (37.1%). To that end, the number of male respondents has higher than that of female respondents. With respect to age, the largest number of respondents fell in the 53-58 age bracket (37.1 %), who are retirees; second in number was the 47-52 age bracket (14 re-spondents (20% all respondents); and only 6 respondents were in the 30-35 age bracket, and therefore had the smallest number of respondents (Table 2) . It is also important to note that by and large the sample of respondents was predominantly male tenure track civil servants.
Measures
To measure each construct, respondents filled out a seven-scale semantic differential scale anchoring from 'not at all agree' to 'very strongly agree'.
PSM
The concept of PSM has its origin in a study by Perry & Wise (1990) of public personal management in the US. Results of the study gives a typology of motives associated with public service. The motivational bases of public service in the study include, rational, norm-based, and affective motive. Perry & Wise (1990) defines PSM as "an individual's predisposition to respond to motives grounded primarily or uniquely in public institutions". Meanwhile, Bright (2007, p. 367) defines PSM as the tendency of individuals to respond to the basic motive on public affairs, which is based on the argument that public sector employees are people who are attracted to serve in the public sector. In line with that argument, Vandenabeele, Scheepers, & Hondeghem (2006) define PSM as "Public service motivation refers to the type of motivation to perform behavior that relates typically to the public sector; such as altruism or public interest". In a more refined definition, Vandenabeele (2007) defines PSM as "the beliefs, values, and attitudes that go beyond self-interest and organizational interest, that concern the interest of a larger political entity and that mo- In 1996, Perry attempted to develop PSM measurements, over the last two decades, which improved the ability of subsequent researchers to measure PSM (Ritz et al., 2016) . Kim et al (2013) developed internationally comparable measure PSM, which accommodate various cultural setting. Kim (2013) measurement consists of a four dimensional (4D), 16-item measures which this study adopted. In order to measure PSM effectively, we used operational dimensions of PSM, which provided the foundation that was used to create items that were used to represent each of the four dimensions of PSM, inter alia attraction of public participation (APP), commitment to public values (CPV), and compassion (COM), and Self-Sacrifice (SS).
Organizational Commitment
Organizational commitment is defined as the "strength of an individual's identification with and involvement in a particular organization" (Porter, Steers, Mowday, & Boulian, 1974, p. 604) . Thus, membership in organization is the main focus of organizational commitment (Robbins, Judge, & Campbell, 2017) . Employees who have high organizational commitment tend to have strong dedication to their work. According to Jaros (2007) , Meyer and Allen's threecomponent model of organizational commitment has become the model that is often used to study employee' commitment to an organization. Dimensions of the model comprise Affective Commitment, Continuance Commitment, and Normative Commitment (Allen & Meyer, 1990) . A revision of the model by Jaros (2007) resulted into the creation of 8 items that represent model dimensions.
Individual Performance
Robbins, Judge, & Campbell (2017) contend that work performance depends on many factors, that transcend capabilities, motivation being one of most important of them. In the public sector, performance is gaining attention in both research and practice (van Thiel & Leeuw, 2002) . In this study we adopted Camilleri & Van Der Heijden (2007, p. 34) by breaking down performance into formal and informal components.
Formal performance refers to the achievement of an employee in relation to the performance target that is stated in the performance contract. Meanwhile, informal performance denotes organizational politics in which employees interact in day to day administration. It thus, relates to the nonfinancial incentive and appreciation that includes promotion and career development (Vigoda, 2001) . By adopting Camilleri & Van Der Heijden (2007), this study used 2 sub dimensions that comprise 6 scales to measured measure individual commitment.
The questions were based on validated measures that are available in the extant literature. For practical purposes, specifically to facilitate data collection, questions were translated from English into Indonesian language. Nonetheless, to ensure that meaning was not lost in translation, we tested seman- Source: Data Analysis tic differential scale. Semantic differential was first used by Osgood (1964) , and has become one of the recommended techniques used in SEM analysis.
Minimum Score = 1 Maximum Score = 7
Very disagree 1 2 3 4 5 6 7 Very agree As has been indicated earlier, data analysis was based on Structural Equation Modelling (SEM). The choice of the analysis technique was based on the advantages that the method has, which include ability to estimate both latent and manifest variables, cou-pled with ability to conduct simultaneous regressions among variables (Hooper, Mullen, Hooper, Coughlan, & Mullen, 2008; Noar, 2003) . AMOS 24 application was used to estimate SEM. The software was used due to its ability to determine validity, reliability, and model fit, with validity being measured by probability value and regression weight in each construct (Ghozali, 2008) .
Model specification
The SEM model requires a model specification which is drawn from and informed by theoretical assumptions. Figure 3 shows Latent and manifest variables of the 
FINDINGS AND DISCUSSION
We first conducted a Confirmatory Factor Analysis (CFA) to test the model fitness as presented in Table 3 . CFA test results indicated that a three-construct model consisting of PSM, Organizational commitment, and individual performance was found to fulfill model fit requirements of PSM.
Subsequently, the estimation of the fully fledged model that represented the relationship between PSM, organizational commitment, and individual performance in the Magelang Municipality Sub-District Offices was made. Figure 4 shows model estimation results.
A summary of full model estimates is presented in Table 4 . The results show that model specification is accepted as a good structural model and fit to conduct in the structural equation analysis. Chi-square, Probability, RMSEA and GFI passed the cut -off values while GFI, TLI dan AGFI were within the tolerable index. Formal performance as one of the latent variable in the performance construct was eliminated because the index fell outside the acceptable limits for inclusion in the full model. To that end, despite meeting CFA requirements, formal performance was deemed not fit and suitable to be included in the full model.
Reliability Test
Reliability test was conducted to make sure that the model was reliable for use in other research setting. Estimation of the reliability was conducted using construct reliability (CR) and Average Variance Extracted (AVE). The critical value of CR is 0.70 and AVE is 0.5. Reliability test results are presented in Table 5 . Table 5 shows the construct reliability, which confirm that instruments and model used in this study are reliable. This is reflected in the CR value of 0.915, and an AVE value of 0.554 for the PSM construct. Meanwhile, the organizational commitment construct had CR value of 0.719 and AVE of 0.604. Lastly, the individual performance construct has a CR value of 0.583 and AVE of 0.535. Based on previous empirical studies, the cut-off value of CR of is 0.70 and AVE of 0.5 are considered acceptable thresholds for reliability. The CR value of individual performance was below the recommended threshold, which was why it was excluded from the model. Thus, we are confident that the model specification we developed meets all the reliability requirements.
Hypotheses Test
Analysis test results showed that all the hypotheses on the relationships between PSM, Organizational Commitment, and Individual Performance were accepted (Table  7) . Based on estimation results, the critical value of all the relationships was higher than 1.96. PSM has a strong relationship with or-JKAP (Jurnal Kebijakan dan Administrasi Publik) Vol.23 (1), May 2019 ----https://journal.ugm.ac.id/jkap The coefficient of the relationship between PSM and organizational commitment was C.R = 3.682, probability = ***, which means that both values met the requirements to accept the hypothesis. Meanwhile, the relationship of PSM and individual performance had C.R. of 6.215, and probability = ***, that confirmed that both values also met the requirements to accept the hypothesis. Meanwhile, the relationship between organizational commitment and individual performance registered C.R. of 3.009 , and probability (0.003), which means that both values met the requirement to accept the hypothesis at the 95% confidence level ( Table  6 ).
Result of this study corroborates evidence in previous literature on PSM re-search. In regards with performance, our finding support previous research that showed a positive relationship between PSM and high employee performance in the public sector (Belle,2013; Leisink & Steijn, 2009) . Other studies also showed that supported by transformational leadership, PSM is associated with high performance in public sector organizations (Caillier, 2014), high -performance human resource practices (Mostafa, Gould-Williams, & Bottomly, 2015) , job choice (Wright, Hassan, & Christensen, 2017) and societal impact potential (van Loon, Kjeldsen, Andersen, Vandenabeele, & Leisink, 2018) . The above research also underscore the fact that PSM and organizational performance work well under other supporting conditions, in this case leadership. To that end, explaining the relationships between PSM, organizational performance and employee commitment, requires taking into consideration other interrelated variables.
Results of this study corroborate previ- : Hyphotheses 2 H3
: Hyphotheses 3 e1-e33 : residual/error measurement Z1-Z10: standard estimates (regression value=1) Source: Data Analysis ous findings from both developing and developed countries that show positive association between PSM and employee performance in the public sector. In other words, the positive influence that PSM has on the performance of public-sector employee is not limited to developed countries where most of previous literature was conducted, but also in developing country context, such as Indonesia.
Moreover, results on the relationship between motivation in the public service and organizational commitment are also similar to previous study results (Camilleri & Van Der Heijden, 2007) . What makes this study different is the measurement scale used. In our study we used international PSM scale and mixed formal and informal performance scale. The finding that formal-based performance is not supported in the developing country context model may be an indication of the unreadiness of the same in contrast with the setting in developed countries.
Meanwhile, informal performance associated with office politics, performance appreciation, and career development are supported by empirical evidence. This implies that improving performance management system should take into consideration human resources management and human capital management especially in relation to PSM. The use of performance-based assessment on civil service systems is still contestable given the reality that measurement of formal performance remains relatively poorly implemented in day-to-day administra-tion. Based on study results, formal performance is not significantly associated with PSM among front-line officers.
As regards the relationship between organizational commitment and performance, results obtained corroborate previous studies that established positive association between commitment to organization and performance (Riketta, 2002; Rusu, 2013; T. A. Wright, 1997) . Another study on showed a positive relationship between organizational commitment, high-intrinsic motivation and ethical leadership and performance (Potipiroon & Ford, 2017) .
CONCLUSION
Reiterating the objective of this research which was to investigate the relationship between PSM, organizational commitment, and individual performance in a developing country setting, results showed that PSM has positive relationship with individual performance and commitment to the organization. Meanwhile, results also established the existence of a positive association between organizational commitment and individual performance. Implications for public sector managers include the need for taking into consideration efforts to enhance PSM and organizational commitment as pathway for enhancing individual performance. Equally important is the need to integrate organizational commitment and PSM the implementation of programs which increases their performance. The role that hu-JKAP (Jurnal Kebijakan dan Administrasi Publik) Vol.23 (1), May 2019 ----https://journal.ugm.ac.id/jkap Table 4 
. Goodness of Fit Full Model
Source: Data Analysis man resource management initiatives play in enhancing organizational commitment and PSM underscores the need for managers to consider the two variables in programs that are tailored toward improving organizational performance.
Nonetheless, results in this study are inseparable from the research design and its implementation that guided the exercise. The small size of the sample of respondents (while fulfilled the requirements for SEM analysis) may not represent the behavior of all public servants not only in Magelang municipality but also in Indonesia. The shortcoming, then, serves as the focus for future research efforts on PSM in the public sector in Indonesia. Future research efforts may replicate the study by adding more variables including organizational support, organizational climate/culture, leadership, type of organization, and others as antecedents of PSM. Increasing the sample size in each administrative tier as well as the variety of administration units and tiers covered (at the local and central government level), could shed more light on other keys factors that in addition to PSM, individual performance, organizational commitment, and organizational performance. Moreover, conducting future research along such direction may help to discover other mechanisms and dynamics through which PSM, individual performance, and organizational performance interact. 
